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FACTORS AFFECTING JOB HAPPINESS AMONG STAFF  
AT KOLEJ PROFESIONAL MARA, SERI ISKANDAR, PERAK 
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Job happiness is one of the most desire factors and need to be nurtured in the organization as 
to reach new level of success. It drives many of us in our daily lives but often takes a back 
seat at work. This study analyzes the factors affecting job happiness among staff at Kolej 
Profesional MARA Seri Iskandar. It focuses on the organizational support, appreciation, 
work design and teamwork among staff. Data were collected and analyzed using Pearson 
Correlation, multiple regressions; mean score of T-test and ANOVA. The findings indicate 
that all four variables are positively correlated with the job happiness at different level. The 
predictor to the job happiness can be explained by the significant value of teamwork and 
organizational support only. The data analysis also revealed that there is no significant 
difference between gender with job happiness and its elements. However by looking at the 
group of department, there are significant differences of mean score for opinion on 
appreciation, teamwork and job happiness. Implications of the research, there are several 
recommendations that have been suggested in order to increase the level of job happiness 





Committed human resources are organization’s greatest assets. (Salim, Kamarudin, & Abdul 
Kadir, 2012). The employees in the organisation are the major contributor towards the 
achievement of organisation’s goal. People have their own feeling and perception in 
completing the task. They need to work in harmonies and pleasure environment.    
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Job can be defined as an activity that using physical or mental effort in order to perform task 
or achieve the objectives (Webster, 2015). While, happiness can be explain as the feeling of 
contentment, enjoyment, pleasure which is good emotion contradict with sadness. 
 
By combining both words, job happiness can be describe as the positive feeling of pleasant, 
comfort, enjoy etc. in performing the task or job that has been accounted for. Indirectly, the 
job happiness itself will help to build human personality with full of motivation element in 
completing the task. Job activities are such an ongoing process and employees should not 
take for granted. Not all people can gain the job happiness, only the optimistic individual can 
make jobs more pleasure. There are various methods that can be used to achieve job 
happiness, which is by completing the task without feeling pressure with an intention to serve 
and facilitate others. 
 
Job happiness among employees is vital in order to stimulate the elements of success in the 
organization. Whereby, a high rate of happiness is directly influence to lesser job turnover. 




Statement of the Problem 
 
On average, staff at Kolej Profesional MARA Seri Iskandar spends almost 8-10 hours per day 
of their time at the work place which is almost 50% from their productive time to get together 
in competitive job life. Based on the observation done in the workplace, it shows that almost 
40% of the employees had the feeling of unhappiness at the workplace. This survey based on 
the sense of fun to the work routine, no complaints in carrying out the tasks given and also 
the feeling of proud towards the job achievement.  
 
On top of that, people are more worry about the outcome of the job which can affect the way 
they treat or communicate with others which lead to the feeling of tiredness, depress and 
unhappy in performing job (Ahsan, Abdullah , Yong Gun Fie, & Syah, 2009). In fact, 
organisation’s best asset is its workforce whereby organizations need employees who are 
willing, competent and able to perform effectively throughout their working lives. People are 
significantly more productive when they are gratified. Therefore, the management have to 
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create and nurturing a workplace environment in which individuals can feel happy and 
fulfilled. Through this achievement, goal and motivation levels will rise accordingly. (Jones, 
2013) 
 
Job happiness is important to strengthen the cohesiveness between the team members in the 
organisation. This will lead to the achievement of the organization goal when the members 
working together in full enjoyment and harmonious working environment. The feelings of 
enjoyment, happiness and pleasure play a significant role in creating the spirit of togetherness 





Research questions are derived from the problem statement stated. It can be stated as follows: 
a) Are there any relationships between organizational support, appreciation, work design 
and teamwork with job happiness at Kolej Profesional MARA Seri Iskandar? 
b) Do organizational support, appreciation, work design and teamwork contribute towards 
job happiness? 




Objectives of the Research 
 
The lists of the research objectives that have been identified as follows: 
a) To determine the relationship between organizational support, appreciation, work design 
and teamwork with job happiness at Kolej Profesional MARA Seri Iskandar. 
b) To identify the significant contribution of organizational support, appreciation, work 
design and teamwork towards job happiness at Kolej Profesional MARA Seri Iskandar.  
c) To identify the significant differences in the mean score of variables with demographic 
information. 
d) To provide recommendations to the organization on the research findings. 
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It is most challenges for the managers to keep the staff happy and feeling appreciated. 
When employees do not feel valued, they will show the negative results, staff 
dissatisfaction, and stress in the office, more errors, poor customer service and higher 
staff turnover. (White, 2015). The management must focus on the effort to develop 
desired environment of organization where can fulfilling the satisfaction and the 
individual rights. (Yahya, Salamun, Shaari, & Abdul Wahab, 2011) 
 
Some employees may have no interest in his or her field, or the position in which he 
or she begins in the job, may initially put the best effort. However, employees will 
become bored and unhappy because there is no motivation to succeed. (Bassi, Bacher, 
Negri, & Fave, 2012), mentioned that the direct effects of job happiness and job 
meaning were analyzed, where the role of job meaning in moderating the relationship 
between job happiness and other indicators. In particular, increases in job happiness 
accounted for significant increases in life satisfaction. Those are attached with high 
meaning to work and who were happy at work were more satisfied with their life, 
more autonomous and experienced higher mastery in dealing with the environment. 
(Bassi, Bacher, Negri, & Fave, 2012) 
 
Employees who have high commitment to the organization usually would be easier to 
provide additional contribution such as innovation and creativity which contribute to 
the greater organizational capability (Bennet & Durkin, 2000). 
 
Another example from the empirical research shows that the positive emotion interest 
and pleasure are correlated but have different function. Those who are happy at work 
always satisfied with the task and responsibility given. The feeling of enjoyment 
while working should be practiced by all employees at all levels of the organization. 
The excitement on job is very important in order to create the feeling of care and love 
towards jobs and reduce the job shifting.  
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Creating the element of happiness both at work and personal life is considered an 
important agenda for many organizations. That is because work and life are 
increasingly interrelated and reciprocally influential on each other. The happiness is 
considered to be an essential ingredient for employees’ psychological and physical 







Experts on perceived organizational support (POS) have demonstrated that POS 
theory is one of the most common measures of the mutuality norm in organizational 
research (Gene L, 2011). Organizational support also helps the employees to meet 
their stability and commitment towards jobs.  
 
A lot of studies have suggested that organizations that provide a supportive work 
environment and culture can stimulate and optimize the development of employees 
whereby, indirectly it can increase the pleasure or happiness of working. Employees 
are more engaged at work with an organization that appears committed and provide 
desired outcomes (L. Richman, T. Civian, L. Shannon, E. Jeffrey, & T. Brennan, 
2008). 
 
Supportive leader behaviors and a generally facilitative organizational climate are 
considered under the variable perceived Organizational Support (Eisenberger, Chen, 
M. Johnson, L.Sucharski , & Asselage, 2009). 
 
Furthermore, perceived organizational support has the most significant effect on 
organizational commitment. The supervisor support and mentorship program 
generally show significant relationship with organizational commitment. (Dawley, 
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Most staffs were providing negative results through the employee recognition 
program due to several factors, the feeling of impersonal because everyone gets the 
same certificate and the recognition based on tenure of service (White, 2014). Most 
people do not mind receiving gifts. But, if the staff feels like a commodity or they are 
being used, then the negative results will come.  
 
The happy and satisfied individuals are relatively more successful in the workplace. 
Sometimes we need to think what makes people happy with the job; logically most of 
the people would agree to say that desire income level would make their life happier. 
This is because they can spend the money to do what they like to do. Happiness is 
related to the income (Diener & Biswas, 2002)  and the large differences in relative 
income have the large influence on happiness (Bryan, 2011). 
 
There are five languages of appreciation in the workplace. (White, 2015). Staff needs 
appreciation to be communicated to them, highly value words of affirmation, simple 
compliment, acts of service, providing simple tangible gift and physical touch to show 
the recognition.  
 
One important issue that the managers need to pay attention, this is not about making 
people “feel good”. A core issue is that when employees do not feel appreciated, bad 
things will happen in the organization, with higher rates of tardiness, more 
absenteeism, increased internal theft by employees and managers, higher staff 
turnover, more conflict and stress among team members, low productivity and the 





Work characteristics and its effect on psychological work reactions include the 
dimensions of workload, autonomy or authority, working conditions and social 
support. (Abdullah & Mohd Nadzar, 2010). According to Cooney (2004) the formal 
roles may have functional and behavioral aspect of employees. Self- control and self-
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regulation of task is features of autonomous group working. Autonomy related to 
decision on self-regulation, self-determination and on the self-management. 
Empowerment is part of the autonomy concept that result increase in motivation.  
 
Meanwhile, employees with positive attitudes perceived jobs as more meaningful and 
more autonomous (Staw, Sutton, & Pelled, 1994). Other studies also support the idea 
that happy people have a higher degree of autonomy in their jobs than their less happy 
peers and that such increased control of the environment may buffer against burnout 
(Van Katwyk, Fox, Spector, & Kelloway, 2000). 
 
Emery and Barker (2005) found that job design is a choice to overcome the 
competitive challenge. High degree of responsibility and authority in making decision 
will increase job satisfaction. There is a positive correlation between work structure 
and productivity, job involvement and profit but less correlation between customer 
services, organizational commitment and employee satisfaction.  
 
There are significant interaction between work characteristics and work outcomes. 
The knowledge characteristics of work design show a significant effect on both 
dimensions of work behavior, while task and social characteristics showed different 
effects on task and contextual performance, respectively. (Hernaus & Mikulic´, 2014) 
 
Beside that there is a need for manager to focus on the dimensions of work design and 
employee participation. For example, the requirement of the skills and tools are 
necessary and important to support employee participation programed. Staff should 
have the ability and capacity such as training in decision making and problem solving 
based. ( Baffour, 1999) 
 
A study done by Brumels and Beach (2008) found that role incongruity, ambiguity 
and overloaded have caused an employee to have the intention to leave a job but in 
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Nowadays, many organizations face challenges in inculcating strong affiliation with 
the organization, its mission, values and work. Without such connection, employees 
are often less motivated to perform with excellence or exert any effort.  
 
Williams, H.M.; Parker, S.K.;Turner, N. (2010), focus on the determinants of team 
proactive performance and the processes through which team proactive performance is 
achieved. They consider several types of stimuli that could influence the team 
productivity namely work design, leadership, norms, team composition and the 
possible mediating role of favorable interpersonal norms. Their finding showed that 
the team proactive performance arises from situational factors (team self-management, 
transformational leadership and individuals that make up the team, both of which 
influence the interpersonal norms of team working).  
 
Successful teamwork relies upon synergism existing between all team members that 
creating an environment where they are willing to contribute and participate in order 
to promote and nurture a positive and effective team environment. (Tarricone & Luca, 
2002). Teamwork found to be of significant importance if properly implemented. 
Moreover, teamwork programs were found to have a positive impact on the employee 
performance which brings benefits in terms of higher productivity, better 
organizational performance, competitive advantage and increased product quality and 
quantity. ( Manzoor, HafizUllah, Hussain, & Zulqarnain Ahmad, 2011).  
 
Moreno, Navarro, Zornoza, & Ripoll, (2009) found that intragroup conflict is an 
important element of team process that occurs due to the inherent interdependent 
nature of teamwork and it could affect performance in a positive or negative way. 
Meanwhile, Woolley, Bear, Chang, & DeCostanza, (2013), in their study contend the 
effect of the team processes by exploiting the strategic orientation and the related 
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H1 : There is a relationship between organizational support and job happiness at Kolej 
Profesional MARA Seri Iskandar. 
 
H2 : There is a relationship between appreciation and job happiness at Kolej 
Profesional MARA Seri Iskandar. 
 
H3 : There is a relationship between work design and job happiness at Kolej 
Profesional MARA Seri Iskandar. 
 
H4 : There is a relationship between teamwork and job happiness at Kolej Profesional 
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RESEARCH FRAMEWORK (adapted from Team Effectiveness Model 








- High job 
performance 
APPRECIATION 
- Career Advancement 






- Clear goal 
- Organization’s objective 
- Task significance 
- Workload 
TEAMWORK 
- Common purpose 
- Team efficacy 





- Adequate resources 
- Leadership and structure 
- Climate of trust 
- Performance evaluation and 
reward systems 
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Data Sources  
Primary data 




The questionnaire has been distributed to 106 staff of Kolej Professional MARA Seri 




Observation involved the process of watching someone or something carefully, in 
order to find something out of written or spoken comment about something we have 
seen, heard or felt and the ability to notice things. For the purpose of this study, the 
observation was done in several workplaces. The purpose was to identify the 





The sources are explained below: 
 
 Internal Data 
 
Internal data is data obtained within the organization. The researchers used the 
compilation of Journals from Majlis Amanah Rakyat and administration information 
as the references for the research.   
 
 External Data 
 
In this research, reference books and journals were used as the main sources of 
information for the study. Some of the journals were downloaded from the internet 
such as Emerald Insight, Science Direct, Proquest, Google Scholar etc. 
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Data Collection  
Questionnaire Design 
 
The purpose of questionnaire used is to help researcher to address the bunch of questions to 
respondents in effective’s way.  
 
Section A consists of personal background or demographic questions which are employee’s 
general information such as gender, age, race, marital status, length of services, educational 
level, position and others.  The category scale is used to answer questions relating to 
demographic.  It uses multiple items to elicit single responses. It is easy to use and takes less 
time for respondents to answer. 
 
Section B discussed on the first independent variable which is organizational support. Section 
C is for appreciation. Section D consists of the third variable which represents the work 
design.  Section E consists of the forth variable which represents the teamwork. The last 





The researcher had decided to distribute 30 questionnaires in conducting a reliability test. The 





Field work plan is clearly linked to the population. The next step is to plan on who, when and 
how long should the field work be carried on. The field work has been done at Kolej 






Institute for Management and Business Research (IMBRe) 
2nd National Case Study Conference (NCSC) 2015 
555 
 
Data Analysis  
 
The statistical process helps to process and calculate the data. In this chapter, a few selected 
methods were used in order to process the data such as Frequencies and Descriptive, 
Reliability Test, Pearson Correlation Coefficient Method, Mean, T-test, Anova and Multiple 
Regression Analysis. Comparison of the mean scores for each aspect was then done using 





The reliability of a measurement was established by testing for both consistency and stability.  
 
According to Sekaran et.al (2010), the closer Cronbach’s alpha is to 1, the higher the internal 
consistency reliability that can be considered.  In general, reliabilities less than 0.60 are 
considered to be poor, those in the 0.70 range, acceptable and those over 0.80 are good. 
 
 
Inferential Statistics  
 
The researchers used inferential statistics to develop the relationship between four 
independent variables that are organizational support, appreciation, work design, teamwork 





The Pearson Correlation Coefficient was used to determine the relationship between these 
four variables and dependent variable.  It was used to access the strength of relationship and 
direction between two variables.   
 
The rule of thumb applied as proposed by Lukas, Hair, Bush  and Ortinau (2004) that the 
significant relationship (p-value) in range ± 0.81 to ± 1.00 – very strong, ± 0.61 to 0.80 – 
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strong, range ± 0.41 to ± 0.60 – moderate, range ± 0.21 to ± 0.40 – weak, and range ± 0.00 to 





Multiple regression analysis is a statistical technique to predict the variance in the dependent 
variable by regressing the independent variable against it. 
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Data Analysis and Interpretation 
Descriptive Analysis 
 
Table 4.1.1 Descriptive Analysis  
 Frequency Percent (%) 
Gender   
Male 33 42.3 
Female 45 57.7 
Total 78 100.0 
Age   
Below 29 years old 12 15.4 
30 - 39 years old 55 70.5 
40 - 49 years old 8 10.3 
50 years old and above 3 3.8 
Total 78 100.0 
Marital Status   
Single 20 25.6 
Married 58 74.4 
Divorced 0 0 
Total 78 100.0 
Length of Service   
less than 3 years 8 10.3 
4 - 10 years 41 52.6 
11 - 17 years 23 29.5 
18-24 years  3 3.8 
25 years and above 3 3.8 
Total 78 100.0 
Education Level   
SPM 7 9 
STPM/ Certificate 1 1.3 
Diploma 4 5.1 
Degree  53 67.9 
Masters 13 16.7 
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Total 78 100.0 
Department   
Administration 19 24.4 
Business Management 12 15.4 
Science Quantitative 15 19.2 
Accountancy 13 16.7 
Liberal Studies 19 24.4 
Total 78 100.0 
Position   
Top Management 2 2.6 
Head of Department 3 3.8 
Lecturer 57 73.1 




Clerk 5 6.4 
Office Assistant 2 2.6 
Total 78 100.0 
Monthly Income   
RM 1001-RM2000 6 7.7 
RM 2001-RM3000 13 16.7 
RM 3001-RM4000 28 35.9 
RM 4001-RM5000 16 20.5 
RM 5001-RM6000 8 10.3 
RM 6001-RM7000 5 6.4 
RM 7000 & above 2 2.6 
Total 78 100.0 
 
The table above indicates that females represent 57.7% (N=45) of the respondents compared 
to male 42.3% (N= 33). Most of the staffs are in the age group of 30 to 39 years old which 
represent 70.5% (N= 55) and majority has served the organization for almost  4 to 10 years 
which represent 52.6% (N=41). Most respondents have Degree qualification at a percentage 
of 67.9% which represent 53 respondents followed by Masters Level which represent 16.7% 
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(N=13). The Administration and Liberal Studies Department make 24.4% (N=19) 
respondents. This followed by Accountancy Department represents 16.7% (N=13) then, 
Business Management represents 15.4% from 12 respondents. Furthermore lecturers 
represent 73.1% (N=57) and 2 respondents represent the top management which is 2.6% from 
the total. The breakdown for the income level, shows that majority 35.9% (N=28) 
respondents have the average monthly income between RM3001-RM4000. Meanwhile, 16 






Table 4.2.1 Reliability Test (Overall) 
No. of Item Cronbach’s Alpha 
       24 0.816 
 
Table 4.2.1 gives the result of the reliability analysis for the study variables.  As illustrated 
above, the Cronbach’s Alpha for all items is 0.816 which is considered good. 
 
Table 4.2.2 Reliability Test (Each Variable) 
A pilot study was carried out to revise the questionnaires and for item analysis. The validity 
and reliability of the questionnaires were measured. 
 
Study Variables Cronbach’s Alpha 
Organizational support 0.725 
Appreciation 0.678 
Work Designs 0.669 
Teamwork 0.688 
Job Happiness 0.823 
 
Table 4.2.2 Result for reliability analysis for the study variable
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Table 4.3.1 Pearson Correlation 
Correlations 
 org_sup Appreciation work_design teamwork JobHappy 
org_sup 









Sig. (2-tailed)  .000 .007 .000 .000 









Sig. (2-tailed) .000  .064 .008 .009 









Sig. (2-tailed) .007 .064  .000 .000 











Sig. (2-tailed) .000 .008 .000  .000 











Sig. (2-tailed) .000 .009 .000 .000  
N 78 78 78 78 78 
**. Correlation is significant at the 0.01 level (2-tailed). 
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The above table shows that all values have positive correlation coefficient which 
indicates that there are positive linear relationships between the variables:  as one 
variable increases in value, so does the other. The correlation between organizational 
support and job happiness in this study was (r = 0.510, p < 0.05) which represent 
moderate relationship. The appreciation (r = 0.295, p < 0.05) shows the weak 
relationship followed by work design variables (r = 0.401, p < 0.05) and teamwork (r 
= 0.622, p < 0.05). The results are significant at the 0.05 level.  This can also be 
interpreted as “the level of confidence is 95%’’ (1 - 0.05 = 0.95).  From the table, the 
researchers can conclude that all four independent variables are positively correlated 
with job happiness. The job happiness is high if organizational support, appreciation, 
work design and teamwork are high. ‘N’ is the total respondent, in this case 78. 
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Frequencies of each Item 
Table 4.4.1 Frequency of Items in Variables 
 




Nor Disagree Agree Strongly Agree 
 
Mean 
1 Item 1 1.3% 14.1% 24.4% 53.8% 6.4% 3.5 
2 Item 2 2.6% 14.1% 19.2% 52.6% 11.5% 3.56 
3 Item 3 2.6% 14.1% 15.4% 59% 9% 3.58 
4 Item 4 2.6% 7.7% 17.9% 61.5% 10.3% 3.69 
5 Item 5 5.1% 9% 15.4% 60.3% 10.3% 3.62 
6 Item 6 1.3% 12.8% 21.8% 53.8% 10.3% 3.59 
7 Item 7 11.5% 35.9% 29.5% 19.2% 3.8% 2.68 
8 Item 8 - 3.8% 9% 61.5% 25.6% 4.09 
9 Item 9 - 11.5% 30.8% 42.3% 15.4% 3.62 
10 Item 10 2.6% 19.2% 21.8% 51.3% 5.1% 3.37 
11 Item 11 5.1% 29.5% 17.9% 43.6% 3.8% 3.12 
12 Item 12 2.6% 3.8% 10.3% 65.4% 17.9% 3.92 
13 Item 13 1.3% 3.8% 7.7% 69.2% 17.9% 3.99 
14 Item 14 1.3% 7.7% 7.7% 50% 33.3% 4.06 
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Nor Disagree Agree Strongly Agree 
 
Mean 
15 Item 15 2.6% 7.7% 26.9% 50% 12.8% 3.63 
16 Item 16 1.3% 1.3% 17.9% 60.3% 19.2% 3.95 
17 Item 17 - 3.8% 19.2% 62.8% 14.1% 3.87 
18 Item 18 - 2.6% 7.7% 64.1% 25.6% 4.13 
19 Item 19 1.3% 3.8% 16.7% 65.4% 12.8% 3.85 
20 Item 20 1.3% 3.8% 24.4% 60.3% 10.3% 3.74 
21 Item 21 - 2.6% 10.3% 70.5% 16.7% 4.01 
22 Item 22 -  - 20.5% 65.4% 14.1% 3.94 
23 Item 23 2.6% 10.3% 17.9% 59% 10.3% 3.64 
24 Item 24 - 1.3% 17.9% 59% 21.8% 4.01 
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Based on Table 4.4.1, Item number 21 (commitment) contributed to the highest percentage of 
strongly agree and agree, 87.2%. It then followed by the item number 14 (workload) 
contributed to 83.3% 
Meanwhile, most of the respondents did not agree with item number (compliment) where 
47.4% strongly disagree and disagree. Items number 11 (organizational objective), recorded 
second highest percentage of strongly disagree and disagree, 34.6%. From the table also, all 
variables have mean more than 3, except item number 7 (compliment), 2.68, where the 
highest is effort, 4.13 and the lowest mean is compliment, 2.68.   
 
 
Multiple Regressions Analysis 
 
The multiple regression analysis is used when there is more than one independent variable in 
explaining variance in a dependent variable. Table 4.5.1 shows the result of the regression 
analysis. 
 
Table 4.5.1 Multiple Regressions 
 Unstandardized β Coefficients Sig. 
(Constant) 1.038  
Organizational Support 0.215 0.005 
Appreciation 0.033 0.741 
Work Design 0.073 0.470 
Teamwork 0.429 0.000 
Dependent variable:  Job Happiness 
N   = 78  
R Square  = 0.469 
Adjusted R Square = 0.440  
F Value  = 16.108 
 
R-Square value shows that 46.9% of the variance in Job Happiness can be predicted 
from the variables of organizational support, appreciation, work design and 
teamwork.  It means that 46.9% of the job happiness is explained by the independent 
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variables (organizational support, appreciation, work design and teamwork), whereas 
53.1% is not explained by this model. 
 
The adjusted R-square is used to estimate the R-squared for the population. The value 
of R-square is 0.469, while the value of Adjusted R-square is 0.440. 
 
Table 4.5.1 (a):  Multiple Regressions (edited) 
 Unstandardized β Coefficients Sig. 
(Constant) 1.231  
Organizational Support 0.229 0.001 
Teamwork 0.466 0.000 
Dependent variable:  Job Happiness 
N   = 78  
R Square  = 0.464 
Adjusted R Square = 0.450  
F Value  = 32.469 
 
R-Square value shows that 46.4% of the variance in Job Happiness can be predicted 
from the variables of organizational support and teamwork.  It means that 46.4% of 
the job happiness is explained by the independent variables (organizational support 
and teamwork), whereas 53.6% is not explained by this model. 
 
The adjusted R-square is used to estimate the R-squared for the population.  The value 
of R-square is 0.464, while the value of Adjusted R-square is 0.450. 
 
The p-value (< 0.05) is used to answer the question ‘’Do the independent variables 
significantly predict the dependent variable?’’. We could say that the independent 
variables of organizational support and teamwork can be used significantly to predict 
job happiness (the dependent variable).   
 
The regression equation can be presented as follows:-  
jhPredicted   =  1.231 + 0.229*os + 0.466*tw  
Where; jh  =  Job Happiness 
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 os =  Organizational Support 
 tw =  Teamwork 
 
The coefficient for organizational support   is 0.229 with p-value of 0.001.  This 
means that for every unit increase in organizational support, we expect a 0.229 point 
increase in job happiness.   
 
Meanwhile, the coefficient for teamwork is 0.466 with p-value of 0.000.  This means 
that for every unit increase in teamwork, we expect a 0.466 point increase in job 
happiness. Therefore, organizational support and teamwork would found to be the 
predictor for job happiness. The p-value for appreciation and work design more than 
0.05, which are not significant in explaining the dependent variables of job happiness. 
 
 
Comparison of the mean scores using Independent Sample T-test  
 
Table 4.6 (a) The mean score of organizational support and employees’ gender 
 
 













Male 33 3.6061 .64053 .11150 .065     
Female 45 3.5667 .64930 .09679  .799 .266 76 .791 
 
Table 4.6 (b) The mean score of appreciation and employees’ gender 
 
 












Male 33 3.5394 .48085 .08370 .018     
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Table 4.6 (c) The mean score of work design and employees’ gender 
 
 
Table 4.6 (d) The mean score of teamwork and employees’ gender 
 
 












Male 33 3.6303 .53414 .09298 .378     
Female 45 3.7378 .43656 .06508  .540 -.977 76 .332 
 
 
Table 4.6 (e) The mean score job happiness and employees’ gender 
 
All results indicate that there are no significant differences in the mean score of 
organizational support, appreciation, work design, teamwork and job happiness with 
employees’ gender because p-value is higher than .05. These show that the employees, 
regardless of their gender, have quite the same opinion for all elements in independent and 


















Sig. t df Sig. 
 (2-tailed) 
Teamwork 
Male 33 3.9848 .53378 .09292 .144     
Female 45 3.8278 .48799 .07274  .705 1.350 76 .181 
 
 













Male 33 3.9091 .50016 .08707 .643     
Female 45 3.8333 .46737 .06967  .425 .687 76 .494 
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Comparison of the mean scores using ANOVA for multiple groups in a sample. 
 
Table 4.7 (a):  The mean score of organizational support and employees’ age 
 







1.717 3 .572 1.412 .246 
Within Groups 29.991 74 .405   
Total 31.708 77    
 
 
Table 4.7 (b):  The mean score of appreciation and employees’ age 
 







.345 3 .115 .556 .646 
Within Groups 15.290 74 .207   
Total 15.635 77    
 
 
Table 4.7 (c):  The mean score of work design and employees’ age 
 







.211 3 .070 .297 .828 
Within Groups 17.525 74 .237   
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Table 4.7 (d):  The mean score of teamwork and employees’ age 
 







.686 3 .229 .873 .459 
Within Groups 19.379 74 .262   
Total 20.065 77    
 
Table 4.7 (e):  The mean score of job happiness and employees’ age 
 







.242 3 .081 .342 .795 
Within Groups 17.483 74 .236   
Total 17.725 77    
 
The results indicate that there are no significant differences in the mean score of 
organizational support, appreciation, work design, teamwork and job happiness with 
employees’ age, because p-value are higher than .05. These indicate that based on the 
employees’ age, their opinion are quite the same for all elements in independent and 
dependent variables used. 
 
 
Table 4.7 (f):  The mean score of organizational support and employees’ level of 
education 







1.636 4 .409 .993 .417 
Within Groups 30.072 73 .412   
Total 31.708 77    
 
Table 4.7 (g):  The mean score of appreciation and employees’ level of education 







.898 4 .224 1.112 .358 
Within Groups 14.737 73 .202   
Total 15.635 77    
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Table 4.7 (h):  The mean score of work design and employees’ level of education 







.437 4 .109 .462 .764 
Within Groups 17.298 73 .237   
Total 17.735 77    
 
Table 4.7 (i):  The mean score of teamwork and employees’ level of education 







1.185 4 .296 1.145 .342 
Within Groups 18.880 73 .259   
Total 20.065 77    
 
Table 4.7 (j):  The mean score of job happiness and employees’ level of education 







1.678 4 .419 1.908 .118 
Within Groups 16.048 73 .220   
Total 17.725 77    
 
The results indicate that there are no significant differences in the mean score of 
organizational support, appreciation, work design, teamwork and job happiness with 
employees’ level of education, because p-value are higher than .05. These indicate that based 
on the employees’ level of education, their opinion are quite the same for all elements in 
independent and dependent variables used. 
 
Table 4.7 (k):  The mean score of organizational support and employees’ length of 
service 







1.776 4 .444 1.083 .371 
Within Groups 29.932 73 .410   
Total 31.708 77    
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Table 4.7 (l):  The mean score of appreciation and employees’ length of service 







1.087 4 .272 1.364 .255 
Within Groups 14.548 73 .199   
Total 15.635 77    
 
Table 4.7 (m):  The mean score of work design and employees’ length of service 







.305 4 .076 .319 .864 
Within Groups 17.431 73 .239   
Total 17.735 77    
 
Table 4.7 (n):  The mean score of teamwork and employees’ length of service 







.763 4 .191 .722 .580 
Within Groups 19.302 73 .264   
Total 20.065 77    
 
Table 4.7 (o):  The mean score of job happiness and employees’ length of service 







.905 4 .226 .982 .423 
Within Groups 16.820 73 .230   
Total 17.725 77    
 
The results indicate that there are no significant differences in the mean score of 
organizational support, appreciation, work design, teamwork and job happiness with 
employees’ length of service, because p-value are higher than .05. These indicate that based 
on the employees’ length of service, their opinion are quite the same for all elements in 
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Table 4.7 (p):  The mean score of organizational support and employees’ position 







3.221 6 .537 1.338 .252 
Within Groups 28.487 71 .401   
Total 31.708 77    
 
Table 4.7 (q):  The mean score of appreciation and employees’ position 







.975 6 .162 .787 .583 
Within Groups 14.660 71 .206   
Total 15.635 77    
 
Table 4.7 (r):  The mean score of work design and employees’ position 







.941 6 .157 .663 .680 
Within Groups 16.794 71 .237   
Total 17.735 77    
 
Table 4.7 (s):  The mean score of teamwork and employees’ position 







1.909 6 .318 1.244 .295 
Within Groups 18.156 71 .256   
Total 20.065 77    
 
Table 4.7 (t):  The mean score of job happiness and employees’ position 







3.121 6 .520 2.529 .028 
Within Groups 14.604 71 .206   
Total 17.725 77    
 
The results indicate that there are no significant differences in the mean score of 
organizational support, appreciation, work design and teamwork with employees’ position, 
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because p-value is higher than .05. These indicate that based on the employees’ position, their 
opinion are quite the same for all elements in organizational support, appreciation, work 
design and teamwork. Whereas, there is significant difference in the mean score of job 
happiness and employees’ position, because p-value=.028 which is less than .05. This 
indicates that based on the employees’ position, they have significant different opinion for the 
elements of job happiness. 
 
Table 4.7 (u):  The mean score of organizational support and employees’ department 







2.797 4 .699 1.765 .145 
Within Groups 28.912 73 .396   
Total 31.708 77    
 
Table 4.7 (v):  The mean score of appreciation and employees’ department 







2.548 4 .637 3.553 .011 
Within Groups 13.087 73 .179   
Total 15.635 77    
 
Table 4.7 (w):  The mean score of work design and employees’ department 







1.400 4 .350 1.564 .193 
Within Groups 16.336 73 .224   
Total 17.735 77    
 
Table 4.7 (x):  The mean score of teamwork and employees’ department 







3.349 4 .837 3.657 .009 
Within Groups 16.716 73 .229   
Total 20.065 77    
Table 4.7 (y):  The mean score of job happiness and employees’ department 
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4.454 4 1.114 6.125 .000 
Within Groups 13.271 73 .182   
Total 17.725 77    
 
The results indicate that there are no significant differences in the mean score of 
organizational support and work design with employees’ department, because p-value is 
higher than .05. These indicate that based on the employees’ department, their opinion are 
quite the same for all elements in organizational support and work design. Whereas, there are 
significant differences in the mean score of appreciation, teamwork and job happiness with 
employees’ department, because p-value less than .05. These indicate that based on the 
employees’ department, they have significant different opinion for the elements of 
appreciation, teamwork and job happiness. 
 
 
Conclusions and Recommendations 
 
Summary of Key Findings 
 
This study was conducted at Kolej Profesional MARA Seri Iskandar (KPMSI) in order to 
determine the relationship between organizational support, appreciation, work design and 
teamwork with job happiness at Kolej Profesional MARA Seri Iskandar. The findings 
showed that the variables are significantly correlated. Besides that, other objectives are to 
identify the significant contribution of organizational support, appreciation, work design and 
teamwork towards job happiness and to identify the significant differences in the mean score 
of variables with demographic information. Hence, all the research objectives have been 
achieved. The research was conducted in order to help the management to instill the elements 
of job happiness in KPMSI. In order to accomplish the study, the researchers choose the 
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Major Findings  
 
Table 4.4.1 shows that organizational support, appreciation, work design and teamwork are 
positively related to job happiness, r = 0.510, p < 0.05, r = 0.295, p < 0.05, r = 0.401, p < 0.05 
and r = 0.622, p < 0.05 respectively.   
 
All the independent variables which are organizational support, appreciation, work design 
and teamwork are correlated. From that, the researchers conclude that the research 
hypotheses can be accepted in this study.  
 
From the regression analysis result, only two independent variables, organizational support 
and teamwork are significantly predicted to the dependent variable, job happiness. The 
significant level is at 95% confidence interval with organizational support at 0.001 and 
teamwork at 0.000. The strongest independent variable that contributed to job happiness is 
teamwork followed by organizational support. We can conclude that the model can be 
accepted to predict the variance in job happiness at KPMSI. 
 
The analysis of significant differences in the mean score of variables with demographic 
information (gender) showed that for Independent Sample T-test analysis indicate that there 
are no significant differences in the mean score for all independent variables and 
demographic information (gender). The p-value is higher than 0.05. This shows that the 
employees, regardless of their demographic profile (gender), have quite the same perception 
for the requirement of all independent variables.  
 
Whereas, the comparison of the mean scores using ANOVA for multiple groups in a sample 
showed that there is significant difference in the mean score of job happiness and employees’ 
position, because p-value=.028 which is less than .05. This indicates that based on the 
employees’ position, they have significant different opinion for the elements of job happiness.  
 
The results also indicate that there are significant differences in the mean score of 
appreciation, teamwork and job happiness with employees’ department, because p-value is 
less than .05. This indicates that based on the employees’ department, they have significant 
different opinions for the elements of appreciation, teamwork and job happiness. 
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The data analysis showed that four independent variables (organizational support, 
appreciation, work design and teamwork) have the significant relationship with the job 
happiness at Kolej Profesional MARA Seri Iskandar (KPMSI). Thus, the researchers will 
provide several recommendations to the management to inculcate the elements of job 
happiness at the workplace for the betterment of the organization. 
 
From the regression analysis result, two independent variables, organizational support and 
teamwork are significantly contributed to dependent variable, job happiness. The strongest 
independent variable that predicted to job happiness is teamwork followed by organizational 
support. The model that has been developed from this study can be used by the management 
to predict the changes in job happiness due to the variance in both organizational support and 
teamwork. The result is in line with the study where perceived organizational support 
contributed towards organizational commitment among lecturers in MARA Professional 
Colleges. (Salim, Kamarudin, & Abdul Kadir, 2012) 
 
Job happiness is important element for the organization. The elements may depend on the 
various factors that should be considered by the management to ensure the work can runs 
smoothly. 
 
It is best recommended for the management in maintaining provides sufficient equipment and 
assistant to help the operations at all departments. From the survey, majority staffs admit that 
the organizational leader is the role model and there is a high degree of trust among the leader 
and staff. This harmony and positive environment of work are encouraging to improve the 
performance of the organization. The results support the theory that the team leader plays an 
important role in encouraging teamwork cooperatively and effectively in a Chinese context. 
When employees of the team experience and benefit the people value adopted by the leader, 
they then may reciprocate by feeling themselves as “significant” and held positive emotions 
toward leader. (Yang & Chu, 2011). 
 
It is good to reveal that most of the staffs did not want the compliment for every work done. 
They are enjoying with their work and sincerely carrying out the responsibilities in 
completing their tasks. Furthermore, they need respect from others to motivate them and hope 
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to be recognized based on their work achievement. According to White (2015), while 
financial reward, achievement and public recognition may drive many professionals, these 
factors do not motivate many support-team members. They are not primarily motivated by 
increased compensation, or promotion to a higher level of responsibility.  
 
In line with the mission of the organization to have the better quality and knowledgeable 
human resources, we suggest for the management to find the best way to ensure that the 
organization’s objective must be well communicated to the entire department. There is a 
signal from 35% of respondents mentioned that the organization’s objective did not well 
communicated within organization. They need for further explanation in every decision 
making made that conveyed to them so that the clarity of decision is fully understood. On top 
of that, the Key Performance Indicator’s (KPI) objective for example, must be well 
communicated as a reference and guideline for the workers in monitoring their performance. 
The management is advised to focus on how to create awareness among employees to realize 
the importance of implementation of KPI towards the organizational goal.  
 
From the survey, about 22% of the respondents reveal that they are not free to implement the 
task given without control from others. Results from the current study is consistent with the 
study conducted by (Salim, Kamarudin, & Abdul Kadir, 2012) where the management should 
give more autonomy to teachers.  As a leader, it is advisable for them to look at this matter in 
a way to improve their leadership style to be a good mentor in guiding their staffs from time 
to time. The element of trust must be in place in order to treat the staff as professional. The 
staff will inspire them and this effort can enhance the elements of job happiness. The 
management should organize both off-job and on-job training to unleash the professionalism 
spirit within them.  
It is good to share that most of the staffs clearly understand their job responsibilities and 
perceiving that their work is significant for the organization. However, most of them feel that 
excessive workload demotivate them in doing work. The existence of unplanned workload 
and increased tasks could lead to burnout among non-academic staff. (Abdullah & Mohd 
Nadzar, 2010). According to (Yahya, Salamun, Shaari, & Abdul Wahab, 2011), the teachers 
are burden with the excessive and unplanned task in order to increase school’s productivity. 
The management is suggested to best consider this important element (excessive workload), 
so that all staffs will play their important role to achieve the organization’s goal. Management 
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is also recommended to review the job scope (additional duties) as a whole at least once a 
year to ensure that job achievements are on the right track as planned.  
 
Majority respondent agree that they are confidence with their self and the colleague’s ability 
to perform task. It is good to mention that they can handle conflicts and willing to put much 
effort in teamwork. The management should consider on the ability and tendency of the 
employees to work in team in order to create the job happiness. The management also must 
educate the workers to aware the important of having teamwork to ensure the job will be 
done smoothly. Furthermore, co-workers should work in synchronization at the same speed to 
ensure that the teamwork is effective. If people in the team are not open to interdependence, 
becoming an effective team may not be an immediately attainable goal. On the other hand, 
high initiated interdependence may result in a team member being perceived as ineffective 
when the team is composed mostly of individualists. (Taggar & Haines III, 2006).  
 
From the survey, most of the respondents are satisfy with their duty, task and responsibilities 
and happy to perform the task as required by the organization. This is a very healthy and 
pleasure working environment at KPMSI. The researchers had tested the model of job 
happiness and significantly correlated to the result. The staffs are able to give full 
commitment in completing the task and they can control their emotions during work. 
Therefore, it is strongly recommended to the management to increase the effort of inculcating 
elements of job happiness at all areas in this organization. Some alternatives should be 
implemented which includes team building workshop, motivational camp, family day 
program, staff vacation, sports activities, improving workplace facilities etc. These will 
benefit employees of the organization. According to (White, 2015), leaders can make their 
organizations more likely to survive through paying attention to and investing in valuing their 
team members. 
 
Besides that, from the survey, the respondent did mention that they need a room of creativity 
to perform the task given. They did not want to work under too much control. They want to 
be heard by the superior for any suggestion, ideas and complaints. They are also request for 
flexible working hours and suggested that the opportunity to be promoted not only based on 
seniority but also the significant contribution to the organization. 
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The data analysis showed that all four independent variables (organizational support, 
appreciation, work design and teamwork) have the significant relationship with the job 
happiness at Kolej Profesional MARA Seri Iskandar (KPMSI).  Therefore, the management 
is advised to strongly consider the elements of each variable in order to increase the elements 
of job happiness in the organization. In particular, increases in job happiness accounted for 
significant increases in life satisfaction. Those are attached with high meaning to work and 
who were happy at work were more satisfied with their life, more autonomous and 
experienced higher mastery in dealing with the environment. (Bassi, Bacher, Negri, & Fave, 
2012). This is in line with the slogan ‘Staf Gembira, Prestasi Berganda’. In addition, the 
spirit of job happiness will rise only if we realized that the work done is a part of ibadah 
(hablumminAllah). “ Your work is going to fill a large part of your life, and the only way to 
be truly satisfied is to do what you believe is great work, the only way to do great work is to 
love what you do”. (Steve Jobs). 
 
It is once again to emphasis that from the regression analysis result, two independent 
variables, organizational support and teamwork are significantly predicted to dependent 
variable, job happiness. The strongest independent variable that predicted to job happiness is 
teamwork followed by organizational support. The model that has been developed from this 
study can be used by the management to predict the changes in job happiness due to the 





In summary, this research has determined the relationship between organizational support, 
appreciation, work design and teamwork with job happiness. Besides that, it is to identify the 
significant contribution of organizational support, appreciation, work design and teamwork 
towards job happiness. The result of this research can provide the basic guidance on future 
research in teams. It is suggested that the future study will be conducted by using larger 
sample of population that will increase the accuracy of the study. On the other hand, this 
study only focuses on the four independent variables but did not include the elements in each 
variable. There are many variables contributed to job happiness that can be researched for 
future study. Moreover, it is necessary to shape the future research to study on different 
variables that has significant relationship with job happiness. 
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